1. Data on Strengths-Based Engagement a. Only a third of Americans use their strengths areas every day. Engagement with their job leads to employee happiness, productivity, and retention. The chances of a person being engaged who is not using his or her strengths is only 9%! Such a waste. b. Focus on people's weaknesses and they lose confidence. Focus on their strengths and they are more confident, healthier, happier and wealthier over a lifetime. and, for some leaders, that difficult. When 10,000 employees were asked what great leaders contributed to their lives, they said: Caring, friendship, happiness, and love. And when 10 Million (!) people were asked whether their supervisor or someone at work cared about them, the ones who answered yes were more engaged, productive and most likely to stick around (retention). Moreover, not only do leaders have to care, the culture of an organization has to "have a heart." When that happens, employees do great things and hang around. c. Stability: No one likes constant chaos. And most people like stabilityespecially in times of threat or crisis. A steady hand on the rudder of the organization calms people down and allows them to make better choices. Those surveys by Gallup used words like security, strength, support and peace. People want stability and confidence. Those who are particularly confident in a company's financial future are nine times more likely to stay with the company, rather than jump ship. To ensure financial stability, make the numbers open to everyone….be transparent. d. Hope: While people want stability on a day-to-day basis, they want hope in the future. People in the Gallup survey used words like direction, faith, and guidance. When asked if they had faith in their organization, the 69% who answered affirmatively were the most engaged employees in their companies, as compared to a miserly 1% of those who answered negatively about hope in their company's future. Just the mere act of initiating something new can offer hope in the future for employees. Such hope and optimism gives employees something to live and strive for. Without hope, despair and paralysis take over. However, most managers work on day-to-day problems rather than hope-filled strategies of the future. It's easier to take a phone call than to plan a strategy for financial growth into the future. Add to that the quarter-to-quarter mentality of many corporate boards and their CEOs and you see how establishing hope in the future is as difficult as necessary. 6. Back of the book: The basic theory of the book is that we all have specific talents.
With work and development, we can hone those skills to become real leadership strengths. And, taken together with others on the team, pooling skills results in strong, effective teams that foster engaged, productive and happy employees. a. Developing Talents: One section in the back of the book describes the 34 themes (or talents) in the Clifton Strengths Finder. Not only do they describe the theme (talent), but they also give specific, customized direction about how that talent can be developed so that people will want to follow you. Thus, each theme is passed through four familiar filters about how to build Trust, Compassion, Stability, and Hope. b. Research: This book is based on a lot of research, and the back of the book attempts to summarize that. I especially like the annotated references, which reinforced my confidence in the data. Using such an evidencedbased approach to team building only makes sense. And using this book as a central component of that strategy makes even more sense. Buy the book, take the StrengthsFinder and have your team discuss it as if it were a roadmap to success-which it is, in my opinion.
